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Some Unintended Consequences of Intention to Quit
This paper analyzes the situation of employees who intend to quit, but do not, to see if intention to quit can be useful in explaining job behaviors other than quitting.
Absenteeism and being fired are suggested as unintended 4 consequences of intention to quit. The relationship between these unintended consequences and job performance is also examined. The analysis is guided by the A theoretical premises of Mobley's models of the employee turnover process [Mobley, 1977; Mobley, Horner & Hollingsworth, 1978] and the author's model of job search as a two-cycle process.
The psychology of the withdrawal process has received considerable attention since Porter and Steers (1973] underscored its relevance for understanding the turnover decision. The relationship between intention to quit and quitting has been the focus of much of this attention. Mobley and his associates [Mobley, I think it can. This paper will explore the consequences of intention to quit by considering: (1) why an employee who intends to quit, does not; (2) the manner in which intention to quit can produce absenteeism and being fired as unintended consequences, and (3) how the job performance of employees intending to quit may be affected by their absenteeism and may affect their being fired.
Unintended Consequences of Intention to Quit: Proposed Relationships
The relationships between intention to quit-absenteeism (I/Q-A) and intention to quit-being fired (I/Q-F) are suggested to be the following:
I/Q-A: There will be a positive correlation for I/Q-A.
The strength of this correlation will be moderated by:
* (1) whether or not absenteeism and quitting can serve a common purpose for the employee, in which case a correlation between absenteeism and quitting is to be expected, and (2) whether or not the absenteeism is under the control of the employee.
I/Q-F:
There will be a positive, but small, correlation for I/Q-F. The size of the E/Q-F correlation will depend on the relationship between I/Q and job performance. In turn, the relationship between I/Q and job performance will be affected by: (1) the relationship between absenteeism and job performance, (2) the degree of control the employee can exercise over job
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performance, and (3) the degree to which the employee's job performance is visible to potential other employers. However, Locke also maintains that not every intention leads to the end specified by the intention:
It may be instructive in this context to discuss... offers. In this regard, it is true to its theoretical origin--the "perceived ease of movement" concept [March & Simon, 1958] . The relevant distinction here is one between what can be viewed as two cycles of job search. In the first cycle, the employee searches and assesses the perceived availability of "greener pastures,"
i.e., considering whether or not there are other jobs potentially available. In the second cycle, the employee searches and assesses the accessibility of those "greener pastures," i.e., receiving or not receiving a job offer. The first cycle is included in Mobley's model and precedes intention to quit, but the second cycle is not.
The ordering of a two-cycle job search process helps explain why 1/Q -Q correlations are not higher. Employees intending to quit have not completed the second cycle. Upon doing so, some employees may be unable to obtain an attractive offer and, consequently, not quit. Stated in terms of the Fishbein model, since realization of the intention to quit is not under the employee's volitional control, intention to quit cannot always predict quitting. However, assuming that this employee sustains an intention to quit, there are some unintended consequences that can be expected.
Absenteeism as an Unintended Consequence of Intent ion toQuit
There will be a strong correlation for I/Q-A if:
(1) absenteeism and quitting can serve a common purpose for the employee and, therefore, a correlation between absenteeism and quitting is to be expected, and (2) the absenteeism is under the control of the employee. 
Visibility of Job Performance to Potential Employers1
If the job performance of employees who intend to quit is visible to potential employers, their intention to quit mayactually lead to an increase in job performance. An example best illustrates this condition. A university professor may intend to quit because of dissatisfaction with the present job and perceived greener * pastures elsewhere. The work situation for the professor is in the unstructured category just described where a relationship between I/Q and lowered job performance could be expected. However, the *1 success of second cycle job search for an attractive job offer will depend, in large measure, on the professor's job performance remaining constant or even improving. This is because the professor's job performance, as measured by publications, for example, is easily visible to potential employers. Thus, even though the professor intends to quit, job performance is unlikely to decline. In fact, 1thank John Wanous for his insight on this point.
it might even increase if the professor believes an attractive job offer is contingent upon improved job performance.
The Relationship between Absenteeism and Performance
Since absenteeism can be an unintended consequence of I/Q, it must be determined whether this absenteeism leads to lower job per- Other scenarios could be presented in which I/Q leads to being fired as an unintended consequence. However, the moderators seem to suggest that intention to quit would only infrequently lead to declining job performance and being fired. comes from being fired, not by quitting. In sum, the two models support predicting a positive, but small, correlation for I/Q-F.
Concluding Remarks
This paper considered the behavior of employees who intend to quit, but do not. It appears that the intention to quit, itself, can provide useful clues as to how these employees will behave. with the job but unable to leave it due to the lack of alternatives.
From the perspective of reactance theory, Steers & Mowday [1979) predict that these "dissatisfied stayers" will intensify and continue their job search behavior as a way to reassert their freedom of action. If these employees must be absent to intensify their job search, then the dynamics of reactance theory further support the possibility that absenteeism may be an unintended consequence of intention to quit. However, if these "dissatisfied stayers" are unable to be absent, then the learned helplessness model can suggest how employees might respond to this uncontrollable outcome of being trapped in the organization. For example, employees in this "I situation may experience decreased self-confidence and self-esteem [Steers & Mowday, 1979) . The possibility of these outcomes, e.g., alcoholism, heightened search activity, decreased self-confidence, etc., emphasize the need to identify other unintended consequences of I/Q in addition to absenteeism, changes in job performance, and being fired.
In sum, I suggest that research on the unintended consequences of intention to quit will, in general terms, enhance our under-* standing of the psychology of the withdrawal process and, more specifically, increase our awareness of what happens to employees who intend to quit, but do not.
